Given the increasingly smaller number of women in science, technology, engineering, and mathematics (STEM) fields as one progresses through the academic pipeline, it is often very difficult for women in STEM faculty positions to find a community of women and identify women mentors, especially at the upper rungs of the academic ladder. Group mentoring opportunities are one strategy to connect women STEM faculty and generate greater interest and success in academic leadership. In 2003 the University of Washington (UW) ADVANCE program introduced the Mentoring-for-Leadership lunch series to encourage women faculty to consider leadership; expose women faculty to various career paths; and build a community of women faculty in STEM. This paper describes the UW program, the literature that informs the program, and the participants' experiences. This paper also offers recommendations for replicating this program at other campuses.
Mentoring STEM Women Faculty 6 (Baugh & Scandura, 1999; Blackburn, Chapman, & Cameron, 1981; de Janasz & Sullivan, 2004; Higgins, 2000) . This idea is supported by the work of Granovetter (1973) that found that people benefited more from 'weak ties' to numerous mentors than from strong, intimate relationships with only one mentor. Similarly, being part of a mentoring network allows each participant to receive mentoring from a number of people, as well as to mentor others (Haring, 1999) . Using a group or network mentoring model promotes community and collegiality among faculty (Austin & Rice, 1998; Boice, 1992; Gappa, 2002; Tierney & Bensimon, 1996) . Group or network mentoring encourages mutual support within the group, benefiting all participants (Haring, 1999) . Similarly, participation in a mentoring group increases a faculty member's involvement with the campus community, potentially increasing the sense of belonging and therefore increasing retention. This concept is based on research that shows that involvement relates to 'persistence,' or the completion of an academic degree, among undergraduate students (Astin, 1975 (Astin, , 1984 Tinto, 1993) and that departmental climate and academic/social integration are key factors influencing the retention and advancement of female graduate students (Tinto, 1997) .
In addition to helping faculty navigate a system wrought with inequities, mentoring can serve as a means to transform institutional climates (Wunsch, 1994) . As a form of academic socialization, mentoring permits newcomers and experienced members of a group to interact, creating opportunities to challenge an inequitable status quo (Antony, 2002; Wunsch, 1994) .
Finally, mentoring and the ability to discuss strategies for work/family balance have been linked to increased satisfaction with work, personal life, and the balance between the two (Hopkins, 2004; Kossek, Noe, & Colquitt, 2001; Nielson et al., 2001) . A key element of the Mentoring-for-Leadership lunches is the opportunity to hear personal stories of women leaders and peers, including strategies for balancing academic and family responsibilities. The Mentoring-for-Leadership lunches allow women to identify with other women's successes and provide tools and incentives for women to advance in their careers.
Mentoring-for-Leadership Program Description
The ADVANCE Mentoring-for-Leadership lunch series is a monthly lunch gathering for STEM women faculty interested in positions of leadership. The program is quite informal. Each hour-and-a-half event occurs over lunch. Participants socialize and eat for the first 20-30 minutes. This structure provides time for the speaker to eat and for informal conversation among attendees. Once the speaker has finished her lunch, she makes approximately previous speakers have told their personal history; summarized career obstacles and how they overcame them; discussed success strategies; described what surprises they found when moving into academic leadership or the challenges encountered; explained how and why they made the decision to take on a leadership position; and shared work/life and research/administration balancing strategies. The program concludes with a general question and answer session. The entire event format is discussion-based. [ Table 1 about here]
One of the key elements and benefits of the program is cross-unit networking and community building. In addition to learning from the guest speaker, participants have the opportunity to learn from each other. Past participants represent over 30 STEM departments at UW and at other institutions and range from recently arrived faculty to emerita faculty to visiting faculty. The typical academic hierarchical norms do not impede the conversation. While attendees occasionally invite a woman post-doc or graduate student, the program is intended to provide women faculty an opportunity to interact with one another and to meet women leaders. This program offers women faculty a chance to gather with colleagues whom they might not normally see. Furthermore, as women are still significantly underrepresented in STEM faculties, faculty women may have few opportunities to gather in a room full of fellow women science and engineering faculty. The networking and mentoring is multi-directional.
Even the speakers have commented on the powerful experience of being in a room full of Ph.D.-level women scientists and engineers.
For many of the attendees, a close-up look into the life of an academic leader is a unique experience. The typical lunch size is 15-30 faculty women, which enables intimate discussion. The feeling in the room is more of a dinner party than a formal presentation. Speakers have commented that this event has given them an opportunity to 
Quarterly Evaluation and Goals Assessment Methodologies
Since the program began, there have been five anonymous quarterly evaluation surveys administered. In general, administration is once per quarter, but some evaluations have combined quarters together. Earlier quarterly evaluations used paper and pencil while the more recent luncheon evaluations utilized an online survey. There have been 66 responses to all five quarterly surveys. Because each survey is anonymous, it is possible that a person could respond to all five and be in this sample five times over. A quarterly evaluation survey typically lists from 5 to 15 of the most recent Mentoring-for-Leadership luncheons, and asks which luncheons people attended. The survey asks about the perceived usefulness of topics, the parts of the luncheons that are helpful to their professional growth, questions about mentoring, leadership interests, as well as changing attitudes about leadership and acceptance of new responsibilities. Response rate to the quarterly evaluation surveys varied from 12.3% to 52%. The average response rate of the five survey administrations was approximately 30%.
The purpose of the goals assessment evaluation was to assess the effectiveness of the Mentoring-forLeadership lunches and the overall impact of the program. All the UW women faculty and post-docs who had Mentoring STEM Women Faculty 9 participated in at least one lunch between May 2003 and December 2006 were invited to complete an anonymous web-based survey during the first two weeks of February 2007. In total, 106 women faculty were invited to participate and 54 responded, a response rate of 51%. The goals assessment survey was designed to collect information such as whether attending the lunches increased community, retention, awareness of paths to leadership, and desire to pursue positions of leadership.
Mentoring Model
One of the key programmatic questions was whether the program format was an effective mentoring model. Women who returned the quarterly evaluations and answered the question (n=60) overwhelmingly (83.3%) indicate that the luncheons are an effective approach to mentoring for them. Another 15% indicate that it is possibly an effective approach to mentoring. Only one person responded that it was not effective for her. Likewise, of the 18 comments provided for an open-ended question about the effectiveness of this mentoring model, only two responses indicated that one-on-one mentoring would be more effective, while several indicated that the group mentoring style was very effective. Comments about the effectiveness of the model include: "It's great to be able to hear perspectives of many people instead of just a single mentor." "I think the group lunches are much better than one-on-one because you get more/different perspectives and cover more ground." When respondents were asked on the quarterly evaluations whether they would like a more formal mentoring program where they are matched with one individual, 63 women responded, and only 16% indicated they would like a more individual mentoring relationship. Over half of the respondents said they did not want that type of a relationship. The participant comments and evaluation demonstrate that the program format suits the leadership mentoring needs of the majority of women faculty participating in this program.
Finally, when asked on the goals assessment if they would recommend that 'the Mentoring-for-Leadership lunch series be adopted at other institutions,' 53 (98.1%) said "yes" and the remaining one respondent indicated "maybe."
Networks and Community
As the mentoring literature has suggested, mentoring opportunities often foster community building (Chesler & Chesler, 2002; de Janasz & Sullivan, 2004; Tierney & Bensimon, 1996; Wunsch, 1994) . Program evaluation found that the lunches are successful at building community. In addition to frequent anecdotal comments Mentoring STEM Women Faculty 10 about the community the Mentoring-for-Leadership luncheons created, participants also indicated in the quarterly evaluations that networking with other women faculty was an important aspect of the luncheons (See Figure 1) .
To further explore this concept, three questions were included in the goals assessment to evaluate whether participation in the lunches increased aspects of community. On the statement that participation has resulted in a 'greater sense of community at UW' 52 (96.3%) responded "agree" or "strongly agree." Likewise, 46 (85.2%) indicated that they "agree" or "strongly agree" that the lunches resulted in an 'expanded network of scholars.' Finally, 28 (51.9%) indicated that they "agree" or "strongly agree" that they have 'initiated contact (outside of the lunches) with other lunch participants.'
The lunches have helped reduce isolation and have increased a sense of belonging among the women faculty. Participant comments from the open-ended questions of both evaluation instruments include:
"Now I find myself more aware of opportunities for women and I feel I have a support network that I never found in my own department. I strongly recommend these lunches for women faculty. …." "… as I am relatively young compared to the rest of the group, one of the most beneficial parts for me is the more casual conversation that occurs as we gather and eat. …. Before this experience I had never met a Dean, or University President (unless I was interviewing); now an [Associate] Dean knows me by name."
While providing a network of scholars and community of support was not an initial goal of the program, this outcome has been extremely beneficial for many of the participants.
Personal and Professional Development
Many of the participants found particular aspects of the Mentoring-for-Leadership luncheons helpful for their professional growth. Figure 1 , based on the quarterly evaluation data, indicates that women find hearing different perspectives on leadership the most helpful aspect of the luncheons. One participant remarked that these lunches "have given me a model for leadership that I did not have before." Another participant commented, "it has been interesting to see how a leadership role is 'worn' by a woman. It seems more interesting and original than when 'worn' by a man. There seems to be more room for innovation." It is purposeful that only women leaders thus far have been invited to speak. Women faculty are surrounded by many male leadership models, but few have had the opportunity to work with a woman leader. However, approximately 35% of the quarterly evaluation respondents have indicated that they would like to hear from male leaders, and 40% have said that they might like to hear from Mentoring STEM Women Faculty 11 male leaders. If the program began to include male leaders in the luncheon series, careful evaluation will determine the success of the change.
[ Figure 1 about here]
One of the goals of the luncheons is to help women see that leadership is a possibility and understand that not everyone gets to leadership by the same path. On the quarterly evaluations, participants were asked if they have an interest in leadership, and none of the respondents said "no." Fully 45% said they had an interest, 52% said they might be interested, and 3% indicated they were currently in leadership.
Many of the qualitative comments from the quarterly evaluations noted how this program has made leadership more accessible. Not only do participants have access to women in positions of academic leadership and access to their personal stories, but they have also started to view themselves differently. One participant remarked that these lunches have "opened my mind about the possibilities within my career." Another said that hearing these speakers has "shown me that leadership is a possible option. These are normal women who are not that different from me." The Mentoring-for-Leadership lunches provide evidence that women can and should be academic leaders, and that the next leader might just be someone sitting at the table.
In fact, many of the attendees are embarking on new leadership experiences. The respondents from the 2004 quarterly evaluation surveys forward were asked if they had taken on new responsibilities in their department, within their professional society, or at the university in general since attending the lunches. Of the 53 respondents asked this question, 27 indicated they had taken on new responsibilities. Of those 27 taking on new responsibilities, 14 indicated they had taken on new responsibilities in their department (26.4%), 12 said they had taken on new responsibilities in their professional society (22.6%) and seven said they had taken on new responsibilities at the university in general (13.2%). Furthermore, 22 women had taken on one new responsibility, four women had taken on two new responsibilities, and one woman indicated taking on three new responsibilities.
Four questions on the goals assessment address leadership and the degree to which participation in the lunches has influenced understandings of leadership. On the statement that participation has increased awareness of 'diverse paths to leadership' 52 (96.3%) responded "agree" or "strongly agree." A respondent shared, "It has shown me there are so many different paths possible and so many ways to be a leader. Just meeting so many intelligent, capable women is inspiring!" Similarly, another respondent shared, "I am in an administrative position myself, and have found the lunches to be enormously useful in expanding my awareness of the multiple routes to such positions, and the many ways in which one can practice leadership." Likewise, 52 (96.2%) indicated that they "agree" or "strongly agree" that the lunches resulted in increased awareness of 'various leadership styles.' Another 39 (72.2%) indicated that they "agree" or "strongly agree" that they are 'more likely to pursue a position of leadership at some point' in their career. In fact, one respondent shared, "I had never really imagined myself going into leadership at a university until I started attending these lunches." Finally, 43 (79.7%) indicated that they "agree" or "strongly agree" that they have a 'more positive perception of being in a leadership position.'
On the goals assessment, respondents were asked how many lunches they had attended to determine if there is a relationship between the positive effects of the lunches and higher levels of attendance. Of the respondents, 16 (29.1%) attended 1-3 lunches, 20 (37.0%) attended 4-6 lunches, and 18 (33.3%) attended more than six lunches. Using a two-tailed Pearson correlation analysis of the number of lunches attended, four of the variables have positive relationships at the .05 level of significance with how many lunches respondents attended. A greater number of lunches attended is correlated with: 'greater sense of community at UW' (r= .34), 'expanded network of scholars' (r= .28), 'initiated contact with other participants' (r= .31), and 'more likely to pursue a position of leadership ' (r= .36) . That is, the more lunches in which a woman indicated participating, the more likely she was to view the UW community and network of scholars positively. In addition, the more lunches she attended, the more likely she was to initiate contact outside of the lunches with other participants and more likely she was to think about pursing a position of leadership. This finding suggests that the effect of the lunches may in part be cumulative.
The greater the number of lunches attended, the greater the exposure to both women leaders and potential colleagues.
Retention
Given the literature on community and retention (Austin & Rice, 1998; Boice, 1992; Gappa, 2002; Tierney & Bensimon, 1996) , the goals assessment survey included a question about retention. Of the 54 respondents, 36 (66.7%) indicated that they "agree" or "strongly agree" that participation in the lunches increased the likelihood 'of staying at the UW.' Given the paucity of women faculty progressing through the academic pipeline, even if only a few women indicated that the lunches increased their likelihood of staying at the university, the lunches would be speakers. The staff could also manage speaker invitations and schedule events, circulate a two-paragraph speaker biography in an email call for RSVPs, and share the list of participants with the speakers prior to the lunch to give them a sense of the audience. Finally, the staff could also conduct focus groups or online surveys to identify broad topics of interest.
For more information, visit the Mentoring-for-Leadership website at http://www.engr.washington.edu/advance/mentoring/leadership_lunch.html.
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This paper outlines a simple and effective strategy for mentoring women STEM faculty and building a culture of leadership so that more women will consider and pursue positions of leadership and effect positive change in the academy. By using a network mentoring strategy, the UW ADVANCE program has created an ongoing forum that has influenced women faculty to consider and pursue positions of leadership and created a community of women STEM faculty at the University of Washington. The community generated through this program helps women faculty reduce isolation, increase understanding of structural barriers and how to confront/navigate them, and develop allies that can bolster career advancement. As one participant reflected, "I derive an intangible benefit and sense of encouragement just knowing that these luncheons exist. Thank you." This program leverages the power of individual stories, community, and personal exposure to support and encourage women's academic careers and nudge more women to consider and pursue academic leadership. Figure 1 . Percentage of respondents who indicated that a particular aspect of the luncheons is helpful for their professional growth
